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Mentoring
You are already someone’s mentor!
I have had the privilege of working with some great mentors 
so far in my career. In my first position out of graduate school 
I worked for Dr. Althea Jenkins at Florida State University. 
While it wasn’t called a mentoring program, she was my direct 
supervisor. She took me under her tutelage and taught me how 
to work hard, and how to make change happen, even in an 
environment that was not always ready. I still think to myself 
(more than 10 years later), “What would Dr. Jenkins do?” 
Mentorship is not always the same though, and it should 
be different depending on the situation and the people 
involved. When I was new to Oregon and Oregon libraries, 
I went through the Library Leadership and Management Asso-
ciation (LLAMA) mentoring program. I was paired with Jen-
nifer Abramson, a librarian at UCLA then, retired now. I was 
trying to adapt to a different library, a different circumstance, 
and she was able to give me suggestions and connections to 
help me get settled. I am currently co-chairing the commit-
tee that runs that same program. We see librarians and future 
librarians with all different backgrounds and desires who want 
to connect with someone for many different reasons. Jenkins 
Lumpkin’s article, #WhyMembership, gives librarians a call to 
mentor, to share their knowledge, experience, and to reinvent 
what is possible through library associations. It is a call to 
make something old, new again, and to attract and keep the 
new professionals engaged. Sarah Jesudason compliments this 
well in her article on the reluctance of Generation X librar-
ians to accept mentor roles. (Anti-aging cream—check. Indie 
concert—check …)
Steve Silver and Karen Head’s article on the informal 
mentoring of student employees brings to mind my own start 
down the path to librarianship. I was a volunteer in my middle 
school library at age 12. This later turned into volunteering in 
my high school library, and eventually working at the Linfield 
College library as an undergraduate, meeting Susan Barnes-
Dawn Lowe-wincentsen
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Whyte who is still someone I look to for advice, and whom I consider a mentor. 
I have participated in the Answerland mentoring program as a mentor since the inception of the 
program, getting to know librarians staffing the service, mostly over email, but occasionally face to 
face. The needs of each vary from people who are just a little shaky on the technology to those who are 
experiencing reference services for the first time. In her article on the inception of the OLA Mentoring 
Program, Meredith Farkas, talks about how the OLA Mentoring Program came to be, as well as ways 
to take advantage of relationships you may already have made. Nyssa Walsh and Laura Ziegen provide 
a great mentee and mentor perspective on the OLA Mentoring Program. Tammy Westergard, Library 
Director for Jackson County Library Services, rounds out the issue with an article about good work, 
recognition of good work and a theory of mentorship through followship. 
I hope that readers are inspired to mentor by this issue. You are already a mentor to someone. 
Make the most of that relationship, formal or not. For those interested in formal programs, here are 
two mentioned in this issue. There are many other options available too.
OLA Mentoring Program:  
http://www.olaweb.org/mentor-program
LLAMA Mentoring Program: 
http://www.ala.org/llama/llama-mentoring-program  
(Applications are currently being accepted for the 2016–17 cycle. Apply through February 2016.)
 5
#Why Membership?
Professional Associations in the Millennial Age:  
A Call to Action through Mentorship
As a new and emerging member of the librarian profes-
sion—although not the library universe—I have been 
thinking long and hard about the benefits of joining 
a professional association, such as the Oregon Library 
Association (OLA), the American Library Association 
(ALA), and possibly many others. I am certainly not 
the only one to be kicking this old chestnut of an issue 
around. Mirroring the challenges and opportunities 
facing the library world in general, professional as-
sociations also face the task of re-invention. Whether 
this evolution is perceived as a Herculean burden, or a 
welcome exercise in reinvigoration, the question mark 
of value rests heavy on the heads of library associations.
Perhaps in a different age, a different era, the return 
on investment for joining a professional association was 
not shrouded in an apparent veil of mystery—or pos-
sible irrelevance. At one time, it may have been viewed 
as the responsibility of a new member of a profession to 
participate: as a necessary rite of passage, a prerequisite 
to join the ranks fully, the apprenticeship necessary to 
the magician, the admission charge to the secret society. 
Finally, you might have whispered back in those days. 
Finally, she slowly unfurls from the darkness and into 
view: the librarian behind the curtain.
Unfortunately, the polished gleam of professional 
associations has begun to tarnish. Given that profes-
sional associations are quickly losing luster, how do we 
engage those who are currently turned off or turned 
away from them? How do we entice membership from 
a new generation, for whom membership may be valued 
only in terms of the potential networking? What is the 
value of professional associations—perceived value and 
actualized value—within the context of the new millen-
nium? Put forth in twitter-ese: #WhyMembership?
Recently, I have been working with some brilliant 
folks at OLA to re-vamp and re-imagine the New Mem-
ber Round Table, which has fallen somewhat behind 
other competing priorities. I have spent some time 
thinking and talking about the support that is gained 
from claiming a place within the larger library context, 
the strength that comes from collaboration across the 
boundaries that sometimes creep up within our day-
to-day professional lives. The ways in which we define 
ourselves are certainly useful as identifying handles, but 
these handles can also constrain the space and freedom 
by Jenkins Lumpkin
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which collaboration needs to thrive. Conference attendance can provide the stretching room 
needed to breathe existence into ideas which we hold in mind sometimes in those last mo-
ments before sleep steals them away again, or until the noise of the immediate needs within 
our personal and professional lives chases them back into the dusty confines of wish lists 
and rainy day projects. This space to breathe is truly invaluable, and the dazzling riches of 
conference collaboration can be powerful beyond measure.
Nevertheless, part of the challenge for the somewhat loosely defined millennial genera-
tion may be that the kind of collaboration which is so valued from conference attendance 
can be fairly easily accessed through a multitude of social media networks. It seems that this 
carries the collaboration aspect of professional membership from the realm of conferences to 
the device in your back pocket. How do we change the message, the hook, the focus, to one 
that fosters new voices, cultivates robust leaders, and creates sustainable professional associa-
tions for years to come?
Here’s an answer: we change the argument for the value of membership from one which 
is transactional to transformational. 
The incredible Mentorship program established by the OLA Membership Committee is 
an invaluable way to share the splendors that surround us in the Oregon library landscape. 
Mentorship can support and sustain us throughout our library journeys—whether we are 
just beginning with the first step or at full gallop, miles ahead. If professional associations 
like the Oregon Library Association are the “Yellow Brick Road” for finding your way 
through a strange, new professional terrain—the Mentorship program provides the ruby 
red slippers. It’s an easily accessible and transparent way to contribute to the future of the 
profession—and it doesn’t simply apply to those new to the profession or to libraries. 
Consider this: we can all act as mentors to each other. In fact, we likely do provide 
some forms of mentorship on a daily basis. We act as the fearless guides, companions, even 
sherpas, for those seeking information. We instruct, explore, and fascinate others with 
infinite worlds—both seen and imagined. We create moments of discovery, develop the 
spark of creativity, and transform communities. We also transform each other in the process. 
We surely participate in different forms of mentorship, as well, without even realizing it: 
from new-hire mentorship for those new to our organization, to reverse mentorship with 
those Millennials, and even flash mentorship—or “pop-up mentorship,” as I like to call it. 
Without necessarily intending to do so, we informally transfer knowledge, social capital, 
and professional development to each other in dozens of ways which can mimic or replicate 
mentorship.
Through OLA, the mentoring process can be writ large: because membership is not a 
simple quid pro quo equation. With an association membership, we’re not selling a loaf of 
bread or a pair of jeans. Professional associations offer the same gleaming pearl of a prize 
that you offer each time you open your library doors: it could change your life.
We could embed you so deeply within the mechanisms of the next and the new and the 
this-just-in faster than a Snapchat post. We could coach you through how to approach an 
upcoming levy or how to propose a bill that would change the face of funding for your li-
brary. We can be a shoulder to lean on and a kick in the pants. We can push you, cajole you, 
fight for you, and then offer to stitch you up if we lose. We can remind you of the first time 
you cracked a spine and smelled that new hardcover, just because it just smells so good.
O R E G O N  L I B R A R Y  A S S O C I A T I O N
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We represent the radical notion that membership in professional organizations fulfills 
a promise to the future of the profession, and to the institution of libraries themselves. We 
are each a part of the ballast which secures libraries’ infrastructure to the community, and 
we each have a responsibility to sustain that infrastructure. The question is not, in fact, 
what are the benefits of professional associations to the individual member; rather, it is what 
strengths and skills can each member bring throughout the professional association.
Of course, this is easy to say and difficult to enact. There are barriers and roadblocks, 
from funding to organizational support—even from just plain not feeling welcomed or 
included. Of one aspect, there can be no doubt, no hesitation: we are stronger when we stand 
together. There are moments in our professional lives when the crucial question—the pivotal, 
defining question—becomes not whether you have a voice, but how loud you want that voice 
to be. Professional associations are, perhaps above all, amplifiers. They are the microphones 
and bullhorns which proclaim: We are not going anywhere. We are here to stay.
  V o l  2 1  N o  3  •  F a l l  2 0 1 5 
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Who me, mentor?
by Sarah Tulman Jesudason
Public Services, 
Tualatin Public Library
When your illustrious editors asked me to contribute 
a piece on mentoring for this issue, I froze, just a little 
bit. Is that something I do? It sounds so adult. After all, 
sitting on my desk at work was a professional journal 
including an article on mentoring Gen-X librarians 
(Bloomquist, 2014). No, mentoring was not being used 
as an adjective.
That gave me more pause. I’m Generation X. In 
2015, being Gen-X means you have an anti-aging skin 
care regimen that you faithfully apply before you go out 
to see that indie band you discovered via Spotify. 
The article talked about librarians my age leav-
ing the field in droves because we collectively suffer 
from the 5-year-itch, because we distrust organiza-
tions, because career opportunities have not presented 
themselves as Boomers just … don’t … retire. While 
reading this article I had some reluctant head nods of 
recognition: yup. The longest I’ve stayed in a position 
so far is five years. Yup, I remember taking a part-time 
position and being told that within a year or two, tons 
of full-time posts would open due to retirements. That 
was nine years and three libraries ago. Yup, I watched 
a wave of non-MLS positions replace librarian jobs, 
but I’m the one with organizational distrust. What this 
article doesn’t talk about is that some of us hapless, 
bureaucracy-hating GenXers have become the supervi-
sors, managers and directors that our own high school 
yearbook dedications warned us about. And that puts 
us in an odd position: while our professional literature 
talks about how to best mentor us, we’re increasingly in 
positions that should lead us to mentor others. Is it any 
wonder this makes us collectively shudder, if not spiral 
into imposter syndrome? 
I’m going to commit one of those sins of library 
science authorship that I’ve been on the record as 
decrying: ‘the quick search shows’ sentence. This is 
the sentence that begins “A search on Google shows 
x-number of hits for the buzz term Y,” used to provide 
validity of concept and stated without any intended 
irony despite that the author is likely the same person 
who will make an impassioned case for Google not 
replacing libraries. My transgression is two-fold: I don’t 
look to library literature to tell me about mentoring, 
and when I look for that articles on this topic, I look at 
sarah tuLman JesuDason
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the tech industry. You know, those companies who are putting us out of business according 
to approximately 23,289 think-pieces published in the past three years.
While we are trying to get a handle on whether or not Gen-Xers are worth mentoring, 
Fast Company is advising Millennials how to supervise elder employees - including ‘don’t 
assume they’re technologically clueless.’ The magazine also tells its readers to find mentors 
who aren’t in their company, have different backgrounds, who serve as role models rather 
than replicating machines. Fast Company even lists “The Librarian” as one of the kinds of 
mentors one should seek—sadly, they’re not being MLS-literal here, but they are using our 
title as an indicator of someone who knows where all the hidden resources within an organi-
zation lies (Daskal, 2014; Johnston, 2015; Markman, 2015). (Still! Validation! Woot!) 
Some thoughts gleaned both from my readings and my experiences:
There is a difference between supervising and mentoring, even if some of the mechan-
ics are the same. If you’re supervising library staff, you likely have a mentoring facet to your 
relationship with them. You are setting expectations, giving measurable goals, and helping 
to explore the best possible path to achieve those goals. But that does not necessarily make 
you their Mentor with a capital M. In supervision, you are keeping the library’s outcomes as 
your framework for guiding staff. Professional development often happens more as a natural 
consequence than its own goal. If staff you supervise seek guidance and opinions from other 
sources in crafting their own professional skillset, that is not a threat to your role as supervi-
sor. It’s good for them, and good for your library! 
Mentoring can be as formal or informal as suits your style. Mentoring can be a regular 
meeting over coffee with a list of goals to track and topics to discuss. Mentoring can be a 
helpful response to a librarian you’ll never meet outside of Facebook. Mentoring can be with 
your peers. It is the content of the advice, not the generation gap, that makes it worthwhile.
Mentoring makes you a better librarian and supervisor. Investing your time and atten-
tion to how someone else can best meet their professional goals gives you a new perspective 
on what’s going on in your own library. 
For me, it’s the emails I occasionally receive from staff who have moved on to other 
libraries that let me know that something I’ve said has made the leap from supervision to 
mentorship. “Hey Boss, got something to run by you,” those emails begin, and nothing 
makes me happier. Or as happy as a Gen-X supervising librarian has the right to be.
References
Bloomquist, C. (2014). Mentoring Gen-X Librarians. Public Libraries, 53(3), 30–34. 
Author’s note: Please note that despite my tone, Ms. Bloomquist’s article is indeed well-
researched and thoughtful.
Daskal, L. (2014, September 17). Ask the experts: How do I find a mentor? Fast Company.
Johnston, S. (2015, August 24). 7 Traits of great mentors. Fast Company.
Markman, A. (2015, February 25). The five types of mentors you need. Fast Company.
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Mentoring is Just Reaching out  
and Sharing our Experience
When I graduated from library school in 2004, I 
was a lot more clueless and less experienced than 
most new librarians I see applying for jobs today. 
I’d worked for less than a year at a public library 
and completed a practicum in a university archive, 
which only served to convince me that I didn’t 
want to work in archives. I didn’t have a clue 
about how to write a compelling cover letter or to 
play up my previous experience as a social worker, 
and eight months into the job hunt and five since 
graduating library school, I was rapidly losing 
hope of ever finding a job.
Just before leaving library school, I had 
started a blog in which I wrote about technology 
in libraries, and chronicled my awful and some-
times humorous experiences on the job hunt. 
Lucky for me, an experienced librarian and reader 
of my blog, Paul Pival of the University of Calgary 
Libraries, stepped up and offered to read my cover 
letter and resume. The advice he offered complete-
ly altered the course of my job search. After he 
tore apart and helped me rebuild my application 
materials, I found myself getting first and second 
interviews at the sorts of institutions where I really 
wanted to work. Soon, I had my dream job as a 
distance learning librarian in the beautiful state 
of Vermont. Had he not shared his experience so 
generously, I fear my job search could have gone 
on much longer, my unimpressive materials never 
distinguishing me as a viable candidate.
My blog soon led to an offer to write a book 
about social media, which led to lots of offers 
to speak at conferences. I was suffering mightily 
from impostor syndrome and didn’t feel like I 
could do any of this, nor did I have the slightest 
clue to ask for an honorarium for preparing and 
giving a presentation. A friend I made through 
my blogging, Roy Tennant of OCLC, encouraged 
me, advised me, and helped me ask for what my 
contribution was worth. While I’ve never totally 
gotten over my impostor syndrome, Roy helped 
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me see that I was capable of much more than I thought and that people would take advan-
tage of me if I didn’t ask for what I was worth. It was an invaluable lesson.
I’ve never had a formal mentor, but I have had a number of informal mentors who 
shared their wisdom and encouragement generously at times in my career when I needed it 
most. It probably didn’t take much effort for them to do what they did, but the fact that they 
were willing to reach out made a world of difference to me. All I had to do was reach out to 
the library community—which I did through my blog—and I found that there were lots of 
experienced librarians willing to reach back. I recognize I was lucky to have started blogging 
at just the right time in the evolution of social media. As someone who is often reluctant to 
seek help from others, I was even luckier that people were willing to mentor me without my 
having to ask. And because I feel blessed for what happened to me, I wanted to give back.
The Oregon Library Association (OLA) is an amazing organization. If you have an 
idea and are willing to put in the effort to make it happen, you will find lots of enthusiastic 
support. When I suggested that OLA build a mentoring program for early-career librarians 
at an information session at the 2012 OLA Conference, I was approached by the Member-
ship Committee Chair, Emily Papagni of the Multnomah County Library, who informed 
me that another librarian was interested in doing the same thing. I quickly found myself 
partnered with the amazing Shirley Sullivan of the Beaverton City Library, and with Emily’s 
help, we developed a proposal for the OLA Board. In less than a year, the OLA Mentoring 
Program was up and running.
The OLA Mentoring Program is designed to match early-career library employees in 
Oregon with mentors who have five or more years of experience working in libraries. Ac-
tive since 2013, the program has matched up approximately 60 early-career library staff 
with mentors. Mentors and mentees commit to a relationship of at least one-year (or nine 
months for those on nine-month contracts), though the majority state in their end-of-men-
toring-year surveys that they plan to continue the relationship. Mentors are matched based 
on the mentee’s goals, the mentor’s experience, and geography. We try to match people who 
live relatively close to each other, but sometimes that doesn’t work out due to the mentee’s 
goals or the makeup of our pool of willing mentors. Based on our surveys, somewhere 
around 65 percent of mentoring pairs meet in-person and many more communicate via 
email or over the phone. While we do our best to find good matches for applicants, oc-
casionally, we end up with problematic matches for a variety of reasons. However, in our 
end-of-year surveys, 94 percent of responding mentees reported their mentor was support-
ive and 83 percent reported satisfaction with the mentoring relationship.
Last year, I had the pleasure of not only administering the OLA Mentoring Program, 
but of being a mentor myself. I’m not sure I was really the best mentor to my mentee, 
simply because she didn’t need very much. She was one of those early-career librarians who, 
as soon as you meet her, it is obvious that she is going to do big things. Other than provid-
ing encouragement, a little advice, and feedback on one of her articles, I don’t feel like I did 
much. Then again, mentoring isn’t supposed to be hard! It’s supposed to be about sharing 
experience and encouragement with someone who could benefit from both, and I hope I 
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provided that in a way that was helpful to her. It’s really gratifying to see her achieving so 
much recognition and success in her career now.
Currently, I’m the Chair of the OLA Membership Committee and am administering 
the OLA Mentoring Program with the wonderful Lisa Molinelli of Portland State Universi-
ty, Emily-Jane Dawson of the Multnomah County Library, and Chris King of the Hillsboro 
Public Library. They all give of their time so generously to support this valuable program. 
Everyone who has been involved in administering the OLA Mentoring Program has been 
motivated by either having had a fantastic mentor early in their career or wishing they had 
and wanting others to have such a valuable career development experience.
Very soon, there will be an additional way to support early-career library staff. The 
OLA Membership Committee and the OLA New Member Roundtable have collaborated 
to develop a resume and cover letter review program that will be launching in Winter 2016. 
This program will provide short-term mentoring focused specifically on providing advice 
on a job seeker’s cover letter and resume. Advice might run the gamut from writing and 
formatting issues, to highlighting previous experience, to suggesting experiences and skills 
the candidate might want to get to become more marketable for the job they want. It will 
meet an important need in our community, given the number of new library school gradu-
ates struggling to find work in Oregon libraries.
So many of us in this field suffer from impostor syndrome, so it can be hard to imag-
ine that we have something valuable to offer an early-career librarian or staff-person. Try to 
remember your new-to-libraries self. How much do you know now that you wish you had 
known back then? If you can think of even a few things, you probably have a great deal to 
offer someone new to libraries. Whether you participate in a formal program or informally 
take someone under your wing, sharing experience and encouragement costs us so little and 
can benefit a new librarian immeasurably. I’m living proof of that.
O R E G O N  L I B R A R Y  A S S O C I A T I O N
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Adventures in Mentoring and Menteeing
Nyssa: I’d like to introduce you to myself in 2013. I’m two years out of library school, 
balancing a part time position in an academic library and the odd barista shift, with the 
dream of being a full-time academic Librarian (with a Capital L). Up to this point I had 
a decent resume of academic library positions, good connections, but despite applying for 
any and all positions that I could find, and even getting a few interviews, nothing seemed to 
click. I was beginning to worry and longed for my “glory days” of library school.
The thing about library school is that it’s your best chance for finding work. At no 
other time are you so surrounded by the library community: local Librarians (Capital L!) 
teaching your classes, discounts to conferences, practicums, internships, not to mention the 
other students in your class who are equally passionate about your chosen career. Then, one 
innocuous autumn day, you graduate and lose all of those opportunities and you’re kicking 
yourself for not joining just one more student club, or trying to get your final paper for your 
Library History class published in the local library journal. What’s a young librarian (lower-
case l) to do?
I tried to jump back into the library community with gusto: I volunteered at confer-
ences, and still paid to attend those that didn’t need volunteers. I tried to get published, or 
at least speak at any chance I could (I swear, I could give a Lightning Talk on any subject 
now.) I worked diligently at my job at the Oregon College of Oriental Medicine to try and 
distinguish myself in the library community, but I was floundering and starting to feel lost. 
One by one my classmates were getting amazing positions, and I was beginning to think I 
should fall back on my barista skills … when I opened my email to see that the OLA was 
offering a mentoring program connecting new library employees with Professional Librar-
ians. It was exactly what I needed. 
by Nyssa Walsh
MLIS
nyssaj@gmail.com
and
Laura Zeigen
Liaison Librarian,  
OHSU Library
zeigenl@ohsu.edu
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Laura: When in 2013 I saw that the Oregon Library Association (OLA) was putting 
together a formal mentoring program, I was very excited. Although I had informally men-
tored several people over the years (and been informally mentored myself ), I appreciated 
the work OLA had put into having a formal program. I both wanted to try this out and also 
wanted to help support their efforts. 
The mentor program organizers were extremely clear on the project web site about 
expectations of both the mentor and mentee. There was only a one year commitment, so if 
even if things were working out fantastically and we wanted to keep going with the relation-
ship, there was a definite endpoint to my formal responsibilities (very appealing!).
I was matched with Nyssa Walsh, who at the time was working at the Oregon College 
of Oriental Medicine (OCOM). She had expressed interest in pursuing work in academic 
libraries, so we focused on what she could do to pursue that goal. One of the requirements 
of the OLA program was working out logistics of how often and in what way you would 
communicate with each other. Nyssa and I decided to check in at least once a month over 
email, possibly more often, and start by getting together in person at least once.
Nyssa: I was thrilled when I was matched with Laura Zeigen. I had met Laura at various 
conferences and other school sponsored events, and had considered her a Real Librarian: 
working professional position and a big deal in the library world. How could this successful 
woman be a mentor to me? How did I get this lucky? And once I got to know her I realized 
just how lucky I was. Despite being incredibly professional and well-connected, Laura is 
unfailingly encouraging and friendly. We met often to discuss life, Stumptown iced coffee, 
babies, puppies and oh yes, libraries.
Laura and I were connected in September of 2013, and I believe it is no coincidence 
that in December 2013 I finally got a promising interview for a full time position at the 
State of Oregon Law Library. Laura helped me with my cover letter and resume, connected 
me with a law librarian to prep me for my interview, and even offered suggestions for how 
to wear my hair (“Whichever way makes you feel the most confident”). She couldn’t have 
been more supportive … even when the interview didn’t turn out as well as I’d hoped. They 
seemed to like me, l was able to answer the questions well enough, and got a call back for 
a second interview, but I felt uncomfortable. I wondered if I was ready to leave academic 
libraries for something so different. I wondered if I was willing to leave my current job at 
OCOM, which, despite being part time, was the best work experience, best coworkers, best 
boss, and most interesting job I’ve ever had. I convinced myself that I was just afraid of 
change, and that I had to take chances in order to grow, and that this was my chance to fi-
nally be a CAPITAL L Librarian. But I wasn’t the only one who was worried about this job.
Laura told me to think hard about this decision. She reminded me that when you’re 
applying for a job, you’re interviewing them as much as they’re interviewing you. Was this 
the kind of place I wanted to work for years? Was the boss someone I could see myself get-
ting along with? She encouraged me to not just take the job because it was Capital L. But I 
was afraid I wouldn’t get another chance and when they offered me the job I took it. Folks, 
listen to your mentors. They’ve been doing this longer than you, and they’ve seen it all. 
Laura: Once Nyssa obtained her full-time position in a library, I knew there might be a few 
political issues to navigate, as there are in any environment, but that she had the emotional 
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intelligence to manage these issues and would manage them well. Nyssa admirably took on 
the organizational and other challenges that arose, but I was helpless to fix her most exacting 
situations.  I could just counsel her that she was, in fact, doing a great job and that from what 
I could tell she was making her best efforts to operate in a challenging situation. I also tried 
to connect her to others who could provide other perspectives than my own that might be 
helpful to her. One of the things I think is important being a mentor is knowing when you are 
actually not the best person to advise your mentee and when to connect your mentee to other 
people so they can obtain the best, most informed perspectives on any particular situation. 
Nyssa: I could discuss all of the problems I had there, but they aren’t meaningful, and 
likely no different from anyone else’s experiences in a job they didn’t like. I could say that 
the commute took up too much of my life, or that I missed working with students too 
much, but all excuses aside, the job wasn’t for me, and after six months I quit. I took the 
first job I could find, a non-library position doing web development, and walked away.
Laura: Although I really wanted Nyssa to stay in the library field, I could tell she was 
extremely stressed and where she was could not be a long-term option. I fully supported her 
decision to move on to a better, less stressful, more supportive environment. At the same 
time, I mourned the professional loss of an extremely capable colleague. Nyssa may or may 
not ever come back to librarianship or academic librarianship in particular—if she wants to, 
the road back will likely be challenging since competition for such positions is fierce.
I admire how long Nyssa lasted in her position and the courage it took for her to make 
her decision to leave it. I had to work through my own feelings of frustration about the un-
necessary difficulties she experienced and about the experience of others in similar situations. 
Nyssa: I’d now like to introduce you to 2015 Nyssa. I’m still doing web development and 
I’m really happy. Sometimes I see library positions that seem to bridge the gap between aca-
demia and web design and I wonder if I should jump back in. I admit that I’m afraid, but 
I’m luckier than most. Despite being out of the library community for over a year, Laura 
is still the same supportive, encouraging and positive presence in my life. I’m confident 
that when I’m ready to get back into libraries, she’ll be there for me not just as a program-
appointed-mentor, but as my friend. 
Laura: I learned as a mentor that although I can encourage and commiserate and help 
guide or direct to people or other resources, I cannot fix everything for my mentee. I wanted 
to help guide Nyssa into a great first full-time professional experience. The best I could do 
was to help remind her she was a talented, capable professional and to support her moving 
on with her life. 
My experience with the OLA Mentoring Program was extremely positive. The OLA Men-
toring Program coordinators were extremely organized and their program was well thought 
out and very clear about expectations on the part of both mentor and mentee. I would recom-
mend it to anyone who has ever been interested in having a mentor or serving as a mentor. 
I am so grateful to have had Nyssa as my mentee. She is a strong, talented, amazing 
information professional and human being and I hope we are friends for years to come! I 
learned a great deal working with her and about what I can and cannot do as a mentor.
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A New Shape to Mentoring
by Dawn Lowe-Wincentsen
Wilsonville Campus Librarian, 
Oregon Institute of Technology
Dawn.lowewincentsen@oit.edu
What we tend to think of as mentoring is a one on one relationship between people with 
differing levels of experience, however, there are other shapes and sizes that mentoring can 
take. Stephen Bell (2013) discussed the millennial generation and newer professionals seek-
ing non-traditional relationships such as peer mentoring or cohorts. Add in virtual mentor-
ing programs, sponsorship programs, and expert databases, and there are many choices to 
make when designing a new program. Mentoring is not new by any means, but it does seem 
that newer generations of librarians are seeking it out more, and in different ways. (Neyer, 
L., & Yelinek, K. 2011)
In 2014–15 an ad hoc committee for the Academic College and Research Libraries 
Distance Library Section (ACRL/DLS) was tasked with designing a member engagement 
program. There was careful consideration from both the committee and the DLS execu-
tive committee to not call it a mentoring program. The ad hoc committee researched five 
different types of engagement models, traditional mentoring, peer to peer mentoring, expert 
database, sponsorships, and co-horts, sent a single question survey to the DLS membership, 
and compiled a recommendation for the executive committee. While the committee has 
tabled the proposal for now, the results of the research and the survey give a different shape 
to what a mentoring program could be. 
This article seeks to provide an overview of some of the shapes of mentoring. While 
some citations are given, this is in no way an exhaustive literature review. Someone seeking 
to start a program or investigate a shape of mentoring is strongly encouraged to delve deeper 
and do further research.
Traditional Mentoring
Traditional mentoring programs are what we tend to think of when the word mentoring is 
used. These are a one on one relationship between people with varying degrees of experi-
ence. The relationships can focus on something specific such as tenure (Kuyper-Rushing, L. 
2001) or be a more general matching program like the Library Leadership Administration 
Management Association (LLAMA) mentoring program.
Technology has opened these types of programs up so that they may be e-mentoring 
programs where you never meet each other in person, but know each other quite well 
through other forms of communication. (LLAMA Mentoring Committee, 2015). There are 
vast numbers of these types of programs available in both face to face and less conventional 
models. However, mentoring is not a one shape fits all proposition.
Peer-to-Peer mentoring
One alternative, but closely related shape to traditional mentoring is the peer-to-peer model. 
Again, this is a one to one relationship, but often the participants are at a more similar 
level of experience. Similar to the model described by Kuyper-Rushing (2001), the model 
described by Level, and Mach (2005) is meant to support people in the tenure process. The 
difference is that the people involved are at a more peer level, instead of a senior to junior 
level. This type of arrangement may help to ease some discomfort people may have con-
fiding in a superior by having mutual coaching toward a common goal (Mavrinac, M.A. 
2005). Eldridge (2010) discusses this peer-to-peer model in virtual or e-mentoring programs 
that may benefit colleagues who work at a distance with a strong model and training mod-
ule on the front end to provide guidance.
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Co-horts
If one mixes the traditional model with the peer-to-peer model, a co-hort would emerge. 
In this structure there is a group of peers working together, learning from each other, and 
one or more people with more experience to guide the group. Mullen (2010) calls these 
knowledgeable facilitators. A class setting is one manifestation of this shape of program. In 
an article by Mulle and Tuten (2010) they use a case study of doctoral students working on 
a thesis. The students receive support from each other and the dissertation advisor while still 
working independently. 
Another example that might be more familiar to readers is the American Library As-
sociation (ALA) Emerging Leaders program. Each participant in the program participates in 
a project team that works together on a common project. Projects are proposed by a project 
host (often a roundtable or division level project), and has access to an ALA staff liaison for 
clarification and connection. (ALA, ND)
Expert Databases
Virtual mentoring or e-mentoring is something mentioned previously. In many cases this 
type of mentoring is thought of in the context of email or chat, or similar synchronous 
communications. It does not have to be that way, and with a bit of experimentation other 
avenues may open up. Hutchinson, and Colwell (2012) discuss a model using a wiki. This 
method may have brought forth more creativity in both mentor and mentee interactions. 
While a wiki and an expert database are not the same thing, they both use technology 
to connect people in a way that other programs may not. One example of an expert data-
base is the New Member Round Table (NMRT) resume review service. This service keeps a 
list of resume reviewers, the experts, to pair review seekers, the mentees, up with. (NMRT, 
ND)  Currently this is being done by email with the resume review committee. It has also 
been done through ALA connect in the past. Using a network such as ALA connect or a 
wiki would allow mentees or mentors to self-select. 
An example of this type of self-selection occurred with the ACRL conference buddy 
sign up. Conference attendees who wanted a buddy, or mentor, for the conference, could 
post a profile. Buddies, or mentors who had previous conference experience could sign up 
and select a mentee based on that profile, all in one process. (ACRL, 2015). Another exam-
ple of this self-selection is the Educause Affinity Finder. This tool is a membership directory 
meant to connect people for networking purposes. (Educause, 2015) 
Sponsorships
Sponsorship may be stretching the definition of mentorship for some. The word may bring 
up images of 12 step programs, or kids going door to door in a fundraiser. Even an image 
of a Kickstarter or Gofundme program may come to mind before a mentorship program. A 
sponsor is someone whom the mentee seeks out, usually as a resource to a specific outcome. 
Chynoweth (2012) writes that women sometimes seek sponsors in the more long term men-
toring type of relationship before men. While this can happen, it is not the intended out-
come usually. Golden (2012) mentions sponsors as a role model, cheerleader, or potential 
door opener in a career path. This was the least researched shape identified and often only 
briefly mentioned in other studies or literature reviews. No current examples were found. 
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The Survey
A single question may not be a survey. As the committee was only asking the section 
membership, just over 1,000 people at the time, the demographic type questions were not 
needed. In a wider research study of mentoring style preferences a researcher would want to 
know that type of data. The recommendation the ad hoc committee gave was a twofold ap-
proach involving an expert database and a cohort model. These were the top two preferences 
on the survey results. Peer to peer was the third, with a large gap in the results between it 
and the remaining two. 
Looking at the data, and the literature on the different types of mentoring programs, 
the results speak to a shift from the traditional shape of a mentoring program. A desire for 
more collaboration is demonstrated by cohorts being a group of people at the same level 
working toward a common goal, and the peer to peer being two people at the same level 
learning from each other, leaning on the expertise of peers. There is certainly still place 
for the traditional mentorship program in the profession. No single type of program will 
ever be one size fits all.  It is important to take into account many of the shapes of mentor-
ing when choosing and developing a new program or evaluating a current program. More 
research for a specific need is recommended, especially anytime the targeted population can 
be asked before a new program is put in place.
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Mentor Where You Are: 
Informal Mentoring of Student Workers
by Karen Head
Public Services Supervisor,  
Northwest Christian University
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and
Steve Silver
Library Director, 
Northwest Christian University
ssilver@nwcu.edu
Do you work with student workers in an academic library? Congratulations, you’re a mentor!  
Do you work with volunteers in a public library? We suspect the same could be said for you. 
Do you work with students, volunteers, or aides in a school library? Yup, you’re a mentor too.
While we may think of formalized programs and upper leadership positions when we 
hear the word “mentor,” the truth is that nearly every one of us has ample opportunity to be 
a mentor right in the position we currently hold. At Northwest Christian University (NCU) 
we have no formal mentorship program. “Mentor” does not appear anywhere in our institu-
tional or library goals or outcomes. However, our interactions with library student workers, 
and the approach we take to supervising their work, involves an intentional degree of what 
could be termed informal mentoring. This approach is likely paralleled in many (probably 
all) of our college and university libraries across the state, and seen in various forms in all of 
our public, school, and other libraries. 
What does informal mentoring look like? It will look different in every unique setting, of 
course. All we can do is describe some of what we do at NCU. Karen Head, public services 
supervisor, works most closely with our student workers. She has been a supervisor of student 
workers in the circulation department for almost twenty years. She has informally, but very in-
tentionally, mentored over a hundred young workers. She sees it as a two way process, impart-
ing her hard earned experience, wisdom and advice as they contribute fresh new perspectives 
and insights. We, as staff and students, mutually respect, care about, and encourage each other. 
It is a growth process for us as staff as well. Karen believes she is a better mentor today 
than when she first started working with these young people. As she says: 
“My first few groups of students liked me, but I’m not sure I put their best interests 
ahead of being liked and being popular with them. I gradually realized that they were 
better served by me if I placed their greater welfare and ultimate good over my desire to 
be liked. Today I address the tough stuff, giving them constructive advice and warning 
to counteract unproductive and unhealthy work habits. I am very intentional about 
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teaching and role modeling a productive work ethic. I focus on promptness, excellent 
customer service, good work habits, teamwork, diversity inclusion and positive attitudes 
that will help them prosper and thrive in their future careers. I encourage them to set 
work goals every year. We illustrate these goals and post them to remind us of what we 
are aiming for. Through building and maintaining respectful, friendly and close rela-
tionships we encourage and inspire each other to be better workers and better people.”
Mentoring is not a responsibility we take lightly. It involves patience, compassion and 
the understanding that everyone has their own pace in the process of incorporating learning 
into practice. But it feels good to be there for our student workers as a sounding board, as 
well as to offer encouragement and advice. Mentoring, even informally, provides mentors 
with a sense of usefulness and purpose. There is a definite aspect of “paying it forward,” 
in recognition of those in our lives who took the time and effort to advise, instruct and 
encourage us in our formative years. 
It is very fulfilling to see these students persevere through four or five years of rigor-
ous academic and life stresses, culminating in the joyous celebration of their academic and 
personal achievements at graduation! There are certainly taxing times that try our patience, 
wishing they could quickly acquire and put into practice, the wisdom we impart to them 
that has taken us years to accumulate and incorporate. But in the end it is worthwhile to be 
a witness to their personal growth as these young people persevere and triumph through the 
trials school and life throws at them. 
It is also very gratifying when the students want to continue the relationship after 
graduation. It is fun to keep track of them on social media, to see their life progress as they 
pursue jobs and careers, travel, form new relationships, get married, have or adopt children, 
etc. Some will even come back and visit, which is a special delight. As one former student 
worker said to Karen: 
“I think the library is a safe place for anyone to be and hang out, but I believe the staff 
are what make a library great. If people were to ask me who my mentor was, your name 
would come up in the conversation. I think it is important for every young adult to have 
someone they can go to and talk to about things. It created a comfortable environment, 
I think, for me to be at ease and just work well in the library. It creates a ‘happy place.’ 
The NCU library is my happy place, and you are my happy person.” (Morgan Horn).
It is especially gratifying to see student workers move on and do well in our own profes-
sion. Each of us in librarianship have our own stories about the way some positive experience 
in a library or with a librarian influenced our own career choice. As supervisors of student 
workers we have the opportunity to be that influential story in some student worker’s life. 
There is no way to know in advance, of course, who those future librarians and library 
workers will be. Very few of them are thinking about librarianship this early in their careers. 
Of the many students we have collectively worked with over 20 years, only one has ex-
pressed interest at an undergraduate level in a career in librarianship, and that student is still 
in school (and still working for us), and is a story yet to unfold. 
We have had students go on to work in libraries, and even to earn MLS degrees, and work 
as professional librarians. In every case these students’ later decisions to pursue library work have 
come as a mild surprise to those of us who worked with them while undergraduate students. It 
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has been an honor and a privilege to support their efforts, of course, by providing letters of ref-
erence to library schools and to employers, and by answering questions and providing advice to 
the former students themselves. We know many of you have similar stories of student workers, 
volunteers, or assistants who have gone on to become colleagues in one form or another.
By being more than merely a supervisor, and by treating our student workers as more 
than just a student worker, we like to believe that we have contributed to the success these 
former students now enjoy in our own profession. Through our actions, words, and deci-
sions, we exemplify the positive values and worth of librarianship to student workers. When 
we explain the ‘why’s’ of work assigned to students, or help them understand how their 
tasks fit into the overall mission of the library, we help our students gain an appreciation of 
the important work we do, and that they might do in the future. When we share reasons 
for decisions, and have discussions about theory and practice, we instill library values in 
our student workers, whether they go on to work in libraries or not. In the words of some 
former student workers now working in libraries: 
“My initial reaction to librarianship was, “That’s too predictably uncool for a girl la-
beled ‘bookworm’ all through her formative years.” My year as a student worker,  
however, opened my eyes to how subversive and cool librarians actually were.” (Jenny 
Gapp, Portland Public Schools; Oregon City Public Library).
“So as far as mentoring goes, I feel that the most important part was in helping me 
see what strengths I possessed that I wasn’t even aware of. The other great thing 
about being mentored as a freshman was just the chance to explore.” (Kelsey Sutton, 
Tillamook County Library).
“I’m forever grateful for (the library) trusting someone as young as myself with a 
variety of challenging and essential tasks and projects. If (they) had not given me the 
confidence and willingness to take on new tasks and learn new skills, I may never have 
applied for (my current position). Mentorship is essential to libraries and librarians of 
the future, and I only hope I can find myself filling the same role someday.” (Katlyn 
Temple, Chetco Community Public Library). 
Obviously not every student worker is open to discussions about theory or cares to know 
how their work fits into the overall goals of the library. When we stress to all of our student 
workers that they are an integral and important part of our team, engage them in the full 
process of providing quality library services and resources, and develop a work culture of 
trust and mutual respect; then those that may not be considering library work have a positive 
foundation and perspective, if and when that career option opens for them in the future. 
Wherever our students end up in the future, the opportunity to have been a part of their 
maturation and growth is a real joy. Each of their journeys is unique, and some come with 
more bumps, detours, and roadblocks than others. But each one can benefit from a little in-
tentional informal mentoring while our journeys intersect for a short while. Even though we 
have no formal mentoring program in our library, the intentional informal mentoring we do 
reaps great benefits for our student workers, for us as staff, and for our library. Wherever your 
informal mentoring opportunities exist, we hope you enjoy the same rewards.
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Introduction
We are bound by job descriptions, rules, policy, procedure, time-sheets, performance evalua-
tions, change and more … much more. And so it goes on the first day of a new job, we’re in 
search of someone to guide us through the maze of tacit authority that forms the workplace 
culture. “The evolution of culture is therefore one of the ways in which a group or organi-
zation preserves its integrity and autonomy, differentiates itself from the environment and 
other groups, and provides itself an identity.” (Schein, 2010). 
This paper looks through the lens of the public library and the nature of the public 
“trenches.” Further, the piece contemplates the role of recognition for good work, and how 
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stories inspire and share others’ journeys of excellence that rarely (if ever) begin with a quest 
for recognition. 
The unintended aim of an individual’s professional experience and how one leads by 
example is studied for impact on informal teaching and influence. Leaders that define a 
forward-tilting vision of the organization inspire the forward-tilting mission (Schein, 2010). 
The focus of this piece on good work, the recognition of good work and mentorship 
through followship is timely. As a step toward advancing the best practices of support-
ing aspirational library service, this paper provides insight on how others have successfully 
implemented solutions to big challenges. 
“What ignites the human spirit is when the leaders of our organizations offer us a reason 
to grow. To really inspire us, we need a challenge that outsizes the resources available. We 
need a vision of the world that does not yet exist, a reason to come to work,” (Sinek, 2014).
Background
Most public library systems are decentralized throughout communities with scores of busi-
nesses, institutions and organizations. Each has an interest in community development 
and success. Problems can present when success is defined in too many disconnected ways, 
sacrificing a unified message and aligned purpose. 
With one of America’s most challenged state economies, many Oregon counties struggle 
to provide adequate public services. Brene Brown, PhD, a trailblazing thought leader and 
researcher, talks about the challenges of leading in a culture of never enough. From her 
2012 book, Daring Greatly, Brown notes, “After doing this work for the past twelve years 
and watching scarcity ride roughshod over our families, organizations and communities, I’d 
say the one thing we have in common is that we’re sick of feeling afraid. We all want to be 
brave. We want to dare greatly. We’re tired of the national conversation centering on ‘What 
should we fear?’ and ‘Who should we blame?’”
The never have enough, woe is me mantra is rare from plucky Oregon librarians. Three 
recent 2015 special elections for library levy increases in Eugene, Washington County, and 
Sweet Home all passed. Last year, in Jackson County, voters passed a special library district 
creating stable funds to keep its fifteen libraries open and thriving. Douglas and Josephine 
Counties are gearing up for 2016 levy measures that will continue to tell the story of library 
services as a substantial return on taxpayer investment. “Our system demands ongoing affir-
mation of library services. Emphasizing outcomes enhances our investment value; education 
drives economic advancement enhancing quality of life,” (Gross, 2013). Libraries are fun-
damentally about the ability to access opportunity to level up skills. “Human beings have 
thrived for fifty thousand years not because we are driven to serve ourselves, but because we 
are inspired to serve others,” (Sinek, 2014). 
Sinek’s commentary embodies the work being done now to provide public library ser-
vices in Josephine and Douglas Counties, despite extreme budget cuts. Under some of the 
most difficult and heartbreaking circumstances in Oregon, these library leaders are success-
fully preserving and sustaining the foundation of library services for today’s residents, and for 
future generations. They are walking the talk of perseverance and tenacity, of innovation born 
from meeting their patrons where they are in a life-long learning journey that requires 21st-
century skills in a digital world. “A leader’s legacy is only as strong as the foundation they 
leave behind that allows others to continue to advance the organization,” (Sinek, 2014).
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A Base of Solid Experience
The mentors that inspired my journey into the profession include faculty from the University 
of North Texas (UNT), especially my stellar and unwavering advisor Yvonne Chandler, PhD. 
Dr. “C” (as her students call her) has an impressive, hardworking and inspiring story. In 
1978 as a graduate of Clark College in Atlanta, Georgia Dr. C. launched into library school. 
In 1979, she graduated with her Master of Library Science from Atlanta University. By 1995, 
she had earned her Ph.D. in information science from the University of Michigan. For nearly 
twenty years Dr. Chandler has dedicated herself to the training and education of librarians. 
In fact, Dr. C has received over $4 million in federal grants that have supported students and 
faculty. She can claim credit for hundreds of librarians working across the United States and 
abroad who have benefitted from her mentoring, teaching and advisement. 
She received the UNT President’s Council Outstanding Teaching Award in 2008 and 
in 2014 was president of the Texas Library Association (TLA). Among other achievements 
during her yearlong reign, the delivery of a weeklong library conference for Texas informa-
tion professionals included over 400 programs and events under Dr. C’s Lead Out Loud theme 
focused on learning, empowerment, advocacy and diversity. The event inspired and mentored 
over 7,500 attendees—well over 1,000 more than the previous year, (2014, TLA Cast). I did 
not attend the conference, but I feel certain that the experience was a concentrated version of 
her inspiring, magnetic, pastoral approach to instruction, student advisement and degree plan-
ning. As a former student, I can recall class oftentimes felt like a rousing Sunday at church and 
I absolutely know I got the call to be a librarian of agency and change from Dr. C.
Too, library trustees, public library elected officials and other elected officers, in par-
ticular school board members and mayors, can mentor as enlightened and inspired policy 
makers. My previous relationships with municipal supervisors and mayors, school boards, 
redevelopment and economic development department leadership and city managers were 
formative. I learned to see the difference that was extended to the library wish list when their 
energy was added to the advancement of pub-
lic library services and systems. I also learned 
what happens without such allies. In particu-
lar, in Nevada, Supervisor Robin Williamson 
(who also became a Library Trustee after 12 
years as a city supervisor) had the capacity 
and wherewithal to advance library services 
from the influence of her position as a trusted 
and longtime community leader. Her legacy 
continues years after she retired; that said, 
progress was not won without difficulty.
When a rare opportunity presented 
itself for the advancement of a public/private 
partnership for a city-center development, she 
built a team within the city’s public service 
departments that included the office of busi-
ness development, the city manager and the 
library. At that time, I worked in the business 
development office with Joe McCarty, the 
Director. Above anyone, Joe taught me how 
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Old School: All smiles at the California Library  
Association 2014 meeting in downtown Oakland, 
Tammy Westergard and UNT’s renown library 
leader, Yvonne Chandler, PhD pause for a smile 
and hug.” 
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the built environment is purposeful in design and can inspire movement either toward or 
against community priorities. He really understood the public library as the key civic anchor 
in any community. In the case of this landmark opportunity, the unintended consequences of 
elected officials’ indecision cost the community the project. The opportunity costs are too big 
to count, but these were big lessons that fundamentally expanded my understanding of public 
service. I get why the process matters and why movements do require mentors. This move-
ment did expose real civic truths. Today, community challenges persist and the public library 
space remains inadequate. Of course the new, current community leaders still wrestle with 
development problems, but they’re working on it. The movement we began has moved the 
community forward in positive ways, which to some degree I now believe is the way it works. 
Moving mountains takes a very long time.
The current Jackson County Library District Board is a tremendous positive example 
of an effective and inspiring elected body. Monica Weyhe, President; Maureen Swift, Vice 
President; Carol Doty; Susan Kiefer, and Jill Turner Board Members are all first-term elected 
officials to this new district, formed in May 2014. These leaders were so committed getting 
a library district passed, that they were also willing to step up, run for office, and assume the 
weight of responsibility that would and has come with setting up an entirely new govern-
ment. They are not paid elected offi-
cials, but for many months the board 
president works nearly full time and 
board members easily work twenty 
or more hours a week on committee 
assignments, board meeting prepara-
tion and community relations. 
These officials shoulder the 
responsibility and invest the time be-
cause they believe that the public li-
brary is essential to Jackson County’s 
quality of life. These are leaders who 
are willing to defend the commu-
nity’s right to robust library materi-
als, services and programs because 
of a fundamental belief that public 
library services promote access to 
lifelong learning, enjoyment and civic 
engagement. They have the demon-
strated ability to approach people and 
problems with an open mind, and 
have the courage to resist pressures 
which interfere with the community’s 
democratic right to public library 
services, places and spaces. I find 
them an unusually inspiring and hard 
working elected body.
My most formative mentor has 
been Sara Jones, MLS, currently 
Team Jackson: Immediately after the JCLD December 
board meeting library leadership paused for a photo on 
the dramatic staircase of the system’s main branch in 
Medford. At bottom row #1 Tammy Westergard, MLS, 
Jackson County Library Director; row #2 Maureen Swift, 
Vice President; Row #3, l to r, Jill Turner, Board Mem-
ber; Carol Doty, Board Member; Susan Kiefer, Board 
Member; Row 4, l to r, Monica Weyhe, Board President; 
Mark Bartholomew, J.D., Board Legal Council and top 
Lisa Marston, J.D., Board Administrator.
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Director of County Library Services for Marin County, California. During our work together 
in northern Nevada, Sara showed me what it meant to understand the mission of the library. 
My lived experience underpins the good work as the mentor theme of this paper. It is with 
gratitude I share lessons learned.
Leading by Example 
As library director in Nevada, Sara built teams who were free to be committed to the work 
of implementation. The list of projects envisioned, deployed and assessed are too numer-
ous to name, but suffice it to say Sara is a nationally recognized library leader and Library 
Services Technology Act (LSTA) grant authority. 
Sara’s most significant leadership traits relate to integrity and vision, or values-based 
leadership, (Fernandez, J.E. & Hogan, R.T., 2002). Her interpersonal qualities inspired 
momentum (despite large obstacles) and spoke to other’s requirements, values and feelings. 
This was particularly important during 
times of controversy. Through example, I 
was shown a library vision and mission that 
set the stage for mentors at every level in the 
organization. I watched her support team 
building at many levels creating an environ-
ment of interdependence, where no group 
had complete autonomy. These linkages 
helped the library implement a vision with a 
clear sense of purpose.
One example regards her leadership 
that secured a Broadband Technology Op-
portunity Program grant (BTOP), with a 
work program that included as a highlight 
the opening of a special library branch for 
business. It was featured in the August 2012 
issue of American Libraries; writer Brad-
ley Collins in How Libraries Are a Boon to 
Small Business, talks about how information 
resources are especially important to entre-
preneurs at a time when a scarce number 
of public libraries were focused on business 
services. In fact the year after Sara moved 
to take the California post, the library was 
named 2013 Nevada Broadband Hero. 
The total BTOP grant was $596,999 
and as a team, over about five years, we were 
able to leverage this tremendous opportuni-
ty. In fact, from the seeds of the BTOP grant 
and subsequent LSTA grants, the system has 
attained the ability to leverage community 
access to cutting edge technology that blends 
opportunity to learn marketable skills for 
  V o l  2 1  N o  3  •  F a l l  2 0 1 5 
All smiles: Left, Director of County Library Services 
for Marin County, California, Sara Jones and 
Tammy Westergard take a moment to appreci-
ate the view from Sara’s office in the Civic Center 
Library, located on the fourth floor of the Marin 
County Civic Center Administration Building 
designed by Frank Lloyd Wright.
Sara Jones, MLS, Strategic Planning in Carson 
City, Nevada.
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students already in formal learning environments and those outside of a formal setting who 
want to level up. 
Milton Chen, PhD and co-founder of the George Lucas Educational Foundation notes, 
“Just as the hybrid gasoline-electric motor has brought innovation to automobiles, turning ei-
ther/or into both-and thinking can create new approaches to fuel educational performance.” 
The Nevada library recently was the first in the nation to offer certified training in 
advanced manufacturing that has helped patrons “graduate” from the public library and 
land jobs at Tesla’s advanced manufacturing facility not twenty miles from the library in 
northern Nevada. 
This is fundamentally positioned to explode workforce training because it tells the story 
of the nature of public libraries and what the role of public libraries mean to the idea of “ac-
cess.” Library Journal covered the story extensively in its March 18, 2014 online issue (Peet, 
2015). This story from its foundational beginning, to its legacy conclusion answers one of 
the “whys” of library work. “It is a fitting role for the library to link learning to earning by 
offering the MT1 certificate program, resulting in individuals equipped with industry cre-
dentials and prepared for jobs in manufacturing,” said Kathleen DeRosear, Executive Direc-
tor of the Manufacturing Skills Institute of the Nevada program (Library Journal, 2014).
Economist Tyler Cowen notes, “If you and your skills are a complement to the comput-
er, your wage and labor market prospects are likely to be cheery. If your skills do not compli-
ment the computer, you may want to address that mismatch. Ever more people are starting 
to fall on one side of the digital divide or the other. That’s why average is over” (2013).
OLA Facilitating Mentorship
Values-based mentors rely on having valid information, making free and informed deci-
sions, have internal commitment and possess compassion. Further, mentors with values-
based approaches in essence operate from a foundation of facilitation that can be practiced 
by anyone in the organization. Successful mentors are successful because of regular involve-
ment with many people deciding how to achieve the organization’s vision, giving people a 
sense of control. This is the fundamental role and fuel of the Oregon Library Association. 
Without recognition we risk lost stories, and with them, their transformative messages. 
So in this way, good work is the mentor and OLA is an excellent platform to gather and 
share our stories. Without realizing it, many of us seek guidance from people in our organi-
zations who reflect our own aspirations through the work they are doing. We seek to follow 
in their direction. The inspiring energy generated from people who walk their talk moves 
mountains. “Real change rarely comes from the front line. It happens from the middle or 
even the back. Real change happens when someone who cares steps up and takes what feels 
like a risk. People follow because they want to, not because you can order them to,” (Godin, 
2010). The public library develops social and economic fibers that model the idea of op-
portunity through learning. 
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